I n 1988, women aged 16 years and older made up 45% of the total work force (U.S. Department of Labor, 1988) . Many of these women have or will become pregnant for the first time while they are actively involved in their careers. Often they know very little about what to expect during pregnancy and life with a child. They are expected, however, to manage the demands of being a working parent and continue to be an efficient employee.
THE CHANGING FAMILY
The family structure continues to change. Only 7% of American families can be described as traditional, i.e., mother at home with two children and father as breadwinner (Litman, 1985) . More mothers are working outside the home than ever before; in 1984, 60.5% of mothers with children aged 18years and younger were working outside the home (National Commission on Working Women, 1986) .
Increasingly, male and female roles are changing and blending. Fathers are becoming more actively involved in the daily activities of the home. While experience shows that more women than men feel the stress of juggling two careers, men are beginning to share the responsibilities and pressures of raising children. A predominantly male work force, therefore, could benefit from family education.
One in every four mothers in the work force supports her own family (National Commission on Working Women, 1986). Over 8,000 new step families are formed each week, bringing into focus the role of step parents, step grandparents, and step siblings (Step Family Bulletin, 1986) .
The changing nature of today's families, along with an increase in mobility, has added to the daily stress of family life. The tendency to move away from extended families, whether as a result of a job transfer, promotion, educational opportunity, or family choice, creates a void in the traditional parental support system. Isolation is a key factor in child abuse and neglect.
A congressional survey reports a 55% increase in reported child abuse cases during the first half of the 1980s (Pasco, 1988) . Estimates predict that low birthweight babies can generate expenses ranging from $16,136 to $174,278 compared to $2,923 for a normal birthweight baby (March of Dimes Birth Defects, 1988) . In 1985, there was a reported 29.4% nationwide high school drop-out rate (Parker, 1988) . Also in 1985, 29.5% of youths between 12 and 17 years old used drugs for nonmedical purposes. Possession of weapons, sex offenses, and aggravated assaults all increased between 1977 and 1986.
These grim statistics do not reflect positively on America's families. These statistics represent children whose parents are, in all probability, part of the work force.
Humans are not born with the knowledge of how to parent effectively. It can be a difficult task. Trial and error is the method used by many frustrated parents but it is not the most gratifying. Effective parenting is a skill that can be learned and developed through a structured, company supported program for employees.
PARENT EDUCATION
Parent education covers a broad spectrum of topics. The benefit reaches beyond the individual to the employer as well. Employers are finding that educating their employees in parenting can benefit them in the following ways: • Parents who gain more confidence in their parenting skills are less likely to use company time to gain support from coworkers, thus improving productivity. • A more harmonious home life results in less distracted employees. • Parents who have secure and satisfying child care arrangements can work with less guilt and more enthusiasm. • Fewer health insurance dollars are used by employees who make wise choices during pregnancy and in turn deliver healthier newborns. (Many women are delaying pregnancy until later in life, which puts them in a high risk group.) • Attendance at work during pregnancy can be enhanced by education. The parent of a healthy newborn will lose less time from work than the parent of a sick newborn. • Company loyalty can be enhanced, resulting in less employee turnover. • Many of the skills taught in work! family seminars, including time management, organization, and stress management, can help an employee become a more efficient worker.
A study by the National Council on Compensation Insurance, workers' compensation rate making body, shows that stress claims account for 11% of all occupational disease claims (Kastiel, 1984) . Working parents constantly experience stress in trying to balance work and family life. A goal of "work and family" seminars is to help employees deal with stressful situations before they manifest themselves as physical disorders which may require medical treatment or hospitalization.
For corporate America, an investment in the family is an investment in the future. A healthy educated work force will help America meet the challenges of tomorrow as economic competition increases.
In addition, helping parents become more informed and giving them the resources to make educated choices is a positive use of community resources. Overloading the health care system with children with birth defects resulting from poor prenatal care and planning, increasing the workload of child abuse counselors, and overwhelming the judicial system are poor alternatives to education.
Communication and education are key to solving these problems. The occupational health nurse is an appropriate professional in the corporation to facilitate parental support programs and promote development of As corporations help parents better learn how to parent, they not only enhance their current work force, they are making a significant contribution to the future work force.
parenting skills for a number of reasons, including:
• The nurse has obstetric and pediatric experience, which is a vital part of the nursing education program. This foundation enables the nurse to understand the physical and emotional needs of the pregnant employee. The actual experiences of labor and delivery and an understanding of fetal growth and development make the nurse a sound information source. • The nurse is oriented toward educating adults. These skills can be used in educating parents. • The nurse is often viewed in a less threatening manner than someone in other areas of management within the company. Trusting, caring, and respectful relationships between the nurse and the employees create the foundation on which to build a strong support system. Also, showing concern for employees as parents can enhance the relationship between employee and employer. Parents feeling isolated and alone can help each other. An employer, sympathetic to employees' work and family related issues, can be a source of understanding, guidance, and reassurance to the parent employees feeling stretched and stressed to their limit.
Based on these observations and trends, Parenting: A Journey for Life was developed (see Figure 1 ). This program, instituted at a company in the southeast, is detailed to provide an example of how parenting education can work in the business world.
PARENTING PROGRAMS
During the author's career, many questions about pregnancy and childrearing were asked by employees regarding nutrition, bottle vs. breastfeeding, communication with teenagers, latchkey kids, naptime, toilet training, etc. Employees also made unwise food choices during their pregnancy, others weighed themselves daily with unrealistic expectations. These issues which concerned the employees became concerns for the nurse.
The initial approach to management was through a regular staff meeting where some of the nurses' observations of employee actions and concerns were shared. The initial plan involved no company money and the time required to present the program was designed to fit scheduled employee lunch breaks. The risks involved to the company were minimal, and the pilot program was approved at the time of the original request. Neither management nor the occupational nursing staff had a full vision of the potential impact of parent education on the work force.
Lunchtime Programming
In many households today, both parents work outside the home for 40 or more hours per week. An employee may not have the luxury of attending parenting seminars after working hours, since more time away from the family often places more burden on an already guilt-laden parent. Hence, lunchtime programming takes on new importance.
Learning while eating lunch may not be a new concept; however, parenting support is an open field limited only by the imagination of the presenter.
The "Expecting" Series
Reaching out to parents with a wide range of needs requires variety and flexibility in programming. The first program, a series of four classes, was targeted toward expectant parents and those planning a family in the near future. Fathers-to-be were encouraged to attend these classes.
The series started with an excel- To provide quality educational opportunities for all parents at an affordable price and at a convenient time that does not conflict with the work process.
To build stronger, healthier families while enhancing the positive relationship between employee and employer.
Objective 1. To prevent or reduce birth defects and post parturn complications by providing on-site education to parents prior to conception and during pregnancy. 2. To provide employees with information on parenting skills.
Policy:
Goal: lent movie on the pregnant working woman. It involved the community around the pregnant womanfriends, coworkers, and spouse-and how they can work together to make the pregnancy a positive experience for all involved. A representative from the company's Human Resources Department was present to discuss company policy on pregnancy, including insurance coverage, disability pay, and extended care leave. Also emphasized was the company nurse's role as a resource person. The objectives of the series were discussed at this time, and a foundation was laid for a trusting, caring support group.
Other classes in the "expecting" series dealt with nutritional needs, the risks involved with substance use and abuse (smoking, over the counter medicines, alcohol, etc.), what to expect during labor, delivery, and postpartum, and what to anticipate during the first few weeks at home with the new baby.
A question-and-answer session followed each presentation. Literature was provided for the participants to share with significant others.
A bond that developed between the class participants extended beyond the classes. The program brought people together from all over the company who, under other circumstances, would not have had contact. Employees experienced friendship, laughter, education, questions, fear, and anxiety during this expectant parent series. The enrollment has increased with each new series, doubling with the most recent class of 16 consistent participants.
Community Resources
It is unrealistic to expect the nurse to have the professional background to lead all the programs. Rather, the community is a natural source of information and education. Hospitals and local chapters of national agen-cies concerned with child well being are excellent resources. Nurses can then assume the role of facilitator and coordinator in drawing upon community expertise.
Many agencies with professional staff who have extensive backgrounds in child development will present one-session programs which help determine the interest and need of workers. Usually these are free.
One very successful program was led by a child development specialist who discussed the skills needed by actively involved parents. Each participant used a handbook and an activity book which provided basic information and gave instructions for an activity they could practice with their children.
This particular program consisted of six weekly, one-hour sessions during the lunch period. In each session, the activity practiced the previous week would be shared with the group. Time was spent talking about what did and did not work, and exploring alternatives when necessary.
Role play was an effective learning tool that allowed individuals to see themselves as their children and spouses might see them. Men and women participated. Each was able to gain new insight into how their spouse might be feeling by listening to members of the opposite sex in the group. Spouses who were not company employees were invited to share in the seminars when possible.
Videotapes which dealt with the topic for the day were made available to the class. These could be borrowed to share with spouses, since parents who have a mutual agreement and understanding of the needs of their children can work together more effectively. One participant shared the videos with a roommate because they communicated with one another's children .
Additional Topics
Other programs included one directed toward parents of "latchkey children." In 1984, seven million children 13 years old and under were spending part of the day alone while their parents worked. Another, "Have Your Kids Got You Frazzled?" dealt with the special needs of adolescence . Child care alternatives, effective discipline methods, blending step families, and the democratic family were all topics that met the needs of the workers.
A fee was assessed for some of the programs. This was subsidized by the company in most cases, with an average cost of less than $30 to the employee-a bargain when compared to private programs .
Parenting seminars are an ongoing process in the company. Programs are repeated and new topics are added to continue to meet employees' needs.
Employees' Support Group
An ou tgrowth of one of the sessions was the formation of an ongoing support group. This voluntary group met twice a month. The company provided a room and the employees used their lunch break to attend. During its first few meetings, the group set rules to regulate the flow of new members, how often to meet, and when to seek outside guidance on a troublesome issue.
The occupational health nurse acted as a participant as well as a facilitator for the group process and task. A support group particularly offers encouragement, reinforcement of positive direction, and strength from the experience of others as each journeys along a most rewarding yet often frustrating path. The support group was a source of information and a sounding board for many frazzled parents.
EVALUATION
The benefits of such programs are often intangible and difficult to measure. Since these programs are relatively new, little data on which to evaluate cost effectiveness has been generated.
Evaluation of the programming by both the coordinator (nurse) and the participants is essential. Written evaluations include specific questions about each program, such as speaker effectiveness and knowledge, the First-time mother:
"The class has been very helpful and enjoyable for me, not only being informative, but providing a good support group at this time in my pregnancy."
Male participant in the 6-week program and support group: "1 realized that many of the things I experienced as a parent are common to most parents. Once you realize this, you can use the experience of others to avoid mistakes."
First-time mother's response to the question, "Would you recommend the expectant parents class to a coworker]": "I certainly would recommend the class to others in the company, especially first-time parents. I enjoyed learning and interacting with others who weren't total strangers and it was so convenient having classes at work." Comment from a young mother who has attended all of the programs offered:
"In addition to receiving suggestions and learning new skills for dealing with problems, it was often helpful just to learn that other parents are going through the same thing and you're not strange. Being a parent is my most important job and I want to be the best at it I can possibly be." value of handouts, audiovisual material, room conditions, timing, and whether the material presented met their expectations.
Participants also have ample opportunity to make comments. The most frequent comment received is that the 45-minute lunch break is never long enough. Many times it is said that 2 hours would not be sufficient. In this case it must be remem-bered that "every little bit helps" (see Figure 2 ).
Programs are evaluated periodically rather than just at the end of a program or series. Periodic assessment results in changes which help maintain goal orientation as well as reinforce effective measures.
Class attendance can also reveal the effectiveness of the program. Absentees are not to be ignored-a note, handouts or assignments from the class are forwarded to employees participating in an ongoing program.
Further appraisals will be made weeks and months later as employees come to the Health Services Department to talk with the nurse about experiences and the results of using information learned during a program. Often they will bring up new concerns and issues from which ideas are generated for future programs. work force. The number of people employed outside the home is growing and with it the opportunity to reach more employees through education.
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SUMMARY
The positive effects of parenting programs have far reaching long-term effects. Helping families in even a small way will have a spiraling effect as they touch the lives of those around them.
Parenting does not start at 5:00 pm and stop at 8:00 am. The joys or frustrations of parenting are carried over into the workday. The successes or failures are reflected in the efficiency and the quality of the work force.
Infancy, childhood, and adolescence are all building blocks. As corporations help employees learn how to parent, they not only enhance their current work force, but also make a significant contribution to the future 1. 2. 3.
4.
Effective parenting is a skillthat can be learned and developed through company supported programs for employees.
The occupational health nurse is an appropriate professional within the corporation to facilitate parental support programs.
The family unit is changing. Industry and community resources working together to provide support and education can make a positive impact on family life in America.
The children of today will be the work force of tomorrow. An investment in the family is an investment in the future.
